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ABSTRACT 
 
 
 Implementing Strategic Human Resource Management (SHRM) is of equal 
importance as designing it because it reflects the functionality of SHRM practices. 
Until recently, there is no definite classification of SHRM practices specifically 
related to the competitiveness and innovativeness of firms. Thus, it is not evident 
which of these practices contribute more to the business performance. This thesis 
focuses on the classification of the SHRM practices namely, Instrumental and 
Administrative and an investigation on their relationships with the performance of a 
business. This classification would enable organizations to act proactively rather 
than being reactive in their decision-makings. The classification of competitiveness 
and innovativeness as two qualitative parameters to measure business performance 
can be used fundamentally for long term planning in comparison to quantitative 
(financial metrics) classifications that are being used in short term orientations. In a 
knowledge-based economy, the firms need to manage in the forms of established 
procedures, patents and resources that are considered valuable, rare, inimitable, and 
non- substitutable. Advanced human capital as a part of SHRM has these features 
and is significantly related to business performance. Therefore, the current study 
integrated the Resource-Based View (RBV) of the firms into the relationship of 
SHRM practices and business performance and investigates RBV as a mediator in 
this relationship.The study employs Pearson correlation to test the relationship 
between SHRM practices and business performance, bootstrapping as well as the 
Sobel test to test the mediation of RBV. The findings depict strong relationship 
between the investigated SHRM practices and business performance, as the 
coefficiency was 0.405 and above. In ranking the correlations, recruitment and 
selection with a coefficiency of 0.551 had the strongest relationship with 
competiveness and change agent role with a coefficiency of 0.619 had the strongest 
relationship with innovativeness. The results of mediation analysis showing the 
connection of SHRM practices to RBV (path a) and the mediator to business 
performance (Path b) based on Tzelgov and Stern, and Cogenr methods tested the 
RBV as suppressor. Based on the findings, RBV as a suppressor improved the 
relationship and predictive validity between SHRM practices and business 
performance. 
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Abstrak 
 
 
 
 
Melaksanakan Pengurusan Sumber Manusia Strategik (SHRM) adalah sama 
penting sepertimana pembentukannya kerana ia mencerminkan fungsi amalan 
SHRM. Sehingga kini, tiada klasifikasi khusus amalan SHRM yang berkait langsung 
dengan daya saing dan inovasi firma. Oleh itu, bentuk amalan yang menyumbang 
lebih kepada prestasi perniagaan adalah kurang jelas. Tesis ini memberi tumpuan 
kepada klasifikasi amalan SHRM iaitu Instrumental dan Pentadbiran dan kajian ke 
atas hubungan mereka dengan prestasi perniagaan. Pengelasan ini membolehkan 
organisasi bertindak secara proaktif, bukannya reaktif, dalam pembuatan keputusan 
mereka. Pengelasan daya saing dan inovasi sebagai dua parameter kualitatif bagi 
mengukur prestasi perniagaan boleh digunakan secara asasnya untuk perancangan 
jangka panjang berbanding klasifikasi kuantitatif (metrik kewangan) yang digunakan 
bagi orientasi jangka pendek. Dalam ekonomi berasaskan pengetahuan, firma perlu 
menguruskan secara prosedur tetap, paten dan sumber-sumber yang dianggap 
berharga, kurang biasa, yang tidak boleh ditiru, dan bukan-ganti.  Modal manusia 
terkini sebagai sebahagian daripada SHRM mempunyai ciri-ciri dan sangat berkaitan 
dengan prestasi perniagaan. Oleh itu, kajian ini menggandingkan Perspektif 
berasaskan Sumber (RBV) firma ke dalam hubungan amalan SHRM dan prestasi 
perniagaan dan menyelidik RBV sebagai pengantara dalam hubungan ini. Kajian ini 
menggunakan korelasi Pearson untuk menguji hubungan antara amalan SHRM dan 
prestasi perniagaan, bootstrapping serta ujian Sobel untuk menguji pengantaraan 
RBV. Hasil kajian menggambarkan hubungan yang kuat antara amalan SHRM dan 
prestasi perniagaan, dengan koefisien 0.405 dan ke atas. Dalam urutan korelasi, 
pengambilan dan pemilihan dengan koefisien 0.551 mempunyai hubungan yang kuat 
dengan peranan ejen persaingan dan perubahan dengan koefisien 0.619 mempunyai 
hubungan yang kuat dengan inovasi. Keputusan analisis pengantaraan 
(menghubungkan amalan SHRM RBV (laluan a) dan menghubungkan pengantara 
kepada prestasi perniagaan (laluan b)) berdasarkan Tzelgov dan Stern, dan kaedah 
Cogenr yang diuji RBV sebagai suppressor. Berdasarkan dapatan kajian, RBV 
sebagai suppressor meningkatkan hubungan dan keesahan ramalan antara amalan 
SHRM dan prestasi perniagaan. 
